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5^ ASSESSMENT CENTERS: AN ANNOTATED BIBLIOGRAPHY ^ 

INTRODUCTION ' ' 

Manigement selection from flrst-llne'to executive level has become an extremely vital issue to 
busineit, government, and military organizations. Early identification of high level management potential is 
alio important. There are indications that incompetent managers are inclined to remain with an 
organization, but that those managers with greatest potential will Iciave if they are held down too long ih 

* lower management positions. Incorrect selection and failure to identify high potential managers early are 

* not problems^that eventually work themselves out 

In order to improve on theii' selection, promotion, and Idcntincatica dccisioiiii iiaiiy lame 
corporations (and som'e small ones) as well as several governmental agencies hav^ resorted t6 the assessment 
center approach. The military, in particular the Army, is researching this method. Jhe assessment center 
method has made rapid gains in acceptance by management in a short period of time. It was first applied by 
German military psychologists eariy in World War II and was then adapted by the British for screening 
officer candidates. The U.S. Office o^-Strategic Services took the approach from the British during the war. 
American Telephone and Telegraph adapted this multiple assessment technique to the business world in tlie 
mid*fiftie8« From there, it has spread to many corporations. - ^ • 

Briefly, the assessment center is an intensive multiple techniques evaluation process. Candidates for 
asaesannent are brought in small groups of from 8 to 12 to a testing location which may be on company 
grounds; in a motel, or even at a resort. The assessiies are run through a battery of tests over a 2- or 3-day 
period. The tests often include papcr-and-pencil psychological measures, projective measures, interviews, 
and both individual and poup situational tests. The situational tests are often miniature job situations. Flie 
candidates are evaluated by several specially trained assessors, usually made up of successful liigh-level 
managers and sometimes including psychologists. ^ 

The assessment center jprOgrarti holds several advantages over previous supervisor oriented selector 
systems. The assessors are rigorously trained and usually noa*acquaintanc^ of the assessees. The program 
focuses tfie attenti6n of the'assessors directly on the job-pertinent behaviors of tlie candidates. The tests (or 
ftxercisesV^ job related^ so the pertinent behaviors are forced out of the candidates. The exercises are 
standardized, and all candidates compete in them, often togipther, so the assessors have clear comparisons 
ooSi^ch to base evaluations. The candidates themselves feel that the assftrsment center program gim them 
a fair and equal chance tp demonstrate fKeir*?fiPilit»te Finally, since the jexercises are job-specific, It is felt 
that jsaessment center programs can be fair to W)n[m/and minorities. 

This report is an aniiotated bibliography of publislied articles on assessment centers. Several types ^ 
articles appear: general pubHdty articles, reports on the implementation of an assessment center, research 
studies investigating methods of achieving overall ratings of potential, and reports on validities of , 
assessment center programs. Not included are the.m^y related reports on individual assessment techniques; 
such as in>basket exercises or leriderless group discussions since these have been used. independent of 
a^ssment centers. ' \ 

One further note on'non-indusions is called for. In the early fifties, the Institute ^f Personality 
Assessment and Research (IPAR) at Berkeley conducted a Uve-in assessment of 100 Air Fdrce officers. Th^ 

* OPAR study ^erated several dozen papers. For brevjty, only a few summary -type articles 2^ included * 

TWs bibliografrfiy (X>ntains an index of articles listed alphabetically by author. The annotations fgjlow 
and are in the san>e order. . 
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lifav. [) W IIk' iii.titjkvrtiL-r»t piDjtu-v. siiuK .\ffnruan /\i < Vi^'A'V/vr, M)64. 19.4]*>42(). 

IhisiuMc bru!]> Ji-st-nlu's ilu* Mainf^tMiiLMi I !'rt)^rL*s.s Stiuly, a lori^utiulinal invosliptum ot tlu- 
voiiiil'^hiisiru'ssnian Wynw h\ tlic IV-II S\sicni m P>S^. Jlii- suli|i'\ls aic 422 nuTi, tw»vt|iiuls o\ wImmii" 
wiMt' iu*w cnlU'j^L' firaJiiati's and <it whom tlu* rotnaimii^' thuil wou* Vi)LalunKil employees who qiiukly 
chmhod into lower Il'vl'I Miaria^LMiu'ul 

Hie siibiecis spent days at an assessment center m ^^roups o! 12 nu%i\sessmont procedures 
included ob)cctivc and proiectivc tests, individual and ^ronp situatuiiial tests, arul interviews. I acli 
man was assessed on 25 variables, and a narrative 'iummary was prepared. N«i teed back to Die 
conipanv noi to the assessees oc^-tirred, 

f> An ifnnual hillow up pKveduie iiuludcs an interview with the subject aiui collection at data 
from company sources con.lauiine siyyiitieant leatures of (he work environnuTi t . 

. nie*e\ph)italiori ol the data had nut yet been done, however, it was expected to contribute to 
the basic uiuieistarulinj.i ot the nature ol aJult liumaiv bvhavioi . 

Uiay. I). W. lTyAssc\,sinent cqiler ()p[)ortur)ities tor wonicn'/V'rw>;/;ft/. 1^)71. 48(S), 

Ntany oruani/atioris want to o[)cii up channels t)t advancement tor the women now on their 
pa\rnlh; in jobs of little scop#oi opportunity, but mariauement hesitates because of doubts Jhat it can 
accurately identity those with lii^h potential. 

llic author feels that the assessment center can make a majiu contribution 'to this problem. It is 
a ilernonstratcd way to increase the accuracy ol selection. Line nuuiap^ers accept* tlie results inoie 
easily than other evaluation methods. Persoiud feedback interviews vvith successful candulates 
indicated that their perft^rmance m competition encourai»ed them to accept the risks of transfer and 
accelerated advancement. 

Tlie assessment center also nh'crs pr(Miiisc as :fi^ early iderititicatitui program so tliat the more 
capable nu-mbers of this and other "mjnority" groups will not go on for years in unrecognized, 
routine jobs. 



Bray. IX W,, Campbell. J.. «ft (iraiit, D. L. f-orfmtivv yvan m husincss A luny^'tvnn A TAT^Uidv nf 
tnatia^crial lives. New \ ork; John wilev & .Sons! r>74 

This book is the first major report drawn t rom the data of the Management Progress Study^ The 
study is a lonptudinal research on the life i)f managers in the Eicil System.. An integral part of the 
as^sessmcnt n^cthod is tiic assessment center. . , ... 

Tlie b(Kik covers H years i)f the study, a period begun with an assessment center evaluation and 
ended wifh a second assessment center evaluation for each subject. 



'""t,. ,11 „ ;'ti.^r^rr.£trirtsrs^ 

Improved viectioii. . 
l„„c IKii..J "f b^-l»iccn 4 1,. « yc.rs f..i «A "ss"!"' ■ ^ 

succeeded to that level and 4'! re.nau.cd al tl c '''^^^'^^^^J^ ^ i^vd. Tl»c stalf 

,.,en. only 7. achieved -'^^'V--;**';: jl,!^^^^^^^^ 

nrcdictions have a nwduin correlation oi AH across nu sanuML j^o* / 

interviews were not yet analyzed, \ 

Byhain, W. C Assessment center for spotting tutwre managers, //a 
■ Tlu,.., .ssc.„.n. .„,,, r,o^a,,« .l.n.c. f^;- ^^^^ 

a.o« promote w,.h>«.t ^m«M sl.nw J I a. ... w . , . 

include using. company tropcrty tor mc locau brineing ihc asscssecs to the center. 

.12 • . ■ 
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Byham^. W. C.. The assessment center as an aid in management* development. J>'flim>i^ flnti 
D^v^hpnwntJm4rnaIA91\.25(\2l \0'2\., 

This article Is a revievy of assessment centers including their methods, growth, and validity. 

A typical 2-day center is described, as is assessor training. The value of~assesshient centers as 
.early identifiers of ^nifmagement talent is pointed out, and its value as a development device (for. the 

company and for the assessee is discussed, it is Xut'ther noted that assessment center evaluations are 
* job-related and, therefore, meet guidelines of employee Selection and promotion promulgated by^he 

Equal Employment Opportunity Commission. 

A nuinbc;r of rcscarctl and operational studies arc discussed, quoting correlations between a 
global abses^ncni predicior-and some sort of progi«55 criterion in the range of .35 to .51 for the 
'"positive'' studies. Scverar'ncgative" studies arc briefly analyzed. 

; . It is estimated that costs for meals and facilities at an assessment center for a group consisting 
of 12 participants and 6 assessors' can vary from as little as $50 on company premises to as much as 
S3,000 at a resort. Exercise costs, salaries, and start-Qp costs can all vary widely. 

^ The author concludes that while more research is needed on gerJeral validity and specific 
i(?xercists, the findings to date indicate that assessment cci>ters work. 

/Byham, W. C, & Pentecost, R. The assessment center: Identifying tomorrow's vnmdigCT^. Personnel, 
1970, 47(5),. 17-28 . . • * / 

•Tliis is an overview article arguing the merits of t^/unbiased assessments obtained from a 
center which allows.equal opportunity to each assesse^^e assessments have value as a counseling 
device as well as a selection tool. It also pointed out:)iiat a certain amount of training opcurs for the 
assessors. '' ■ ' ♦ • 

A 3-day assessment center program is described plus a 2-day evaluation period. Various 
exerdses are discussed. The Tole of assessors and their training is explained. The psychologist's role is 
considered in setting up, guiding, and evaluating the program. _ 

The. author concludes wiiii a statement that more than 70,000 individuals have already been 
run througliNassessment centers in 20 companies and that at least 100 more companies are well along 
in pi ainning assessment centers.- 

» 

'Byham, W. C, & Wettengel, C: Assessment centersior supervisors and managers. An introduction and 
o\CTV\cv,ihiblic Personnel Management, 1914,3,352-364. ^ 

The authors give a general description of an assessment center using the Wisconsin program for 
selection and development of career executives as an example. The exercises of the program are 
described in the article.- . " , 

Validity is discussed! The resuUs of 22 validity studies indicate a median criterion-related 
correlation/ of .37. Industrial studies reveal the following median correlations: ^.33 with job 
perfomjance, .40 with promotion to positions higlier-thansfiist-level cnanagement, and ,63 with rated 
management potential. Also, a brief comparison of asse^isment centers with panel interviews and 
paper-ahd-pcncil tests is included. The authors conclude that assessmeat center evaluations are more 
, Reliable than panel interview evaliiatmns and that assessment center evaluations are better than 
paper-and- pencil tests because they are more job related. ■ / 

A list of.briefly described government agency assessment centers includes those of the Internal 
Revenue Service, Civil Service Commission' Federal Aviation Agency, Social Security Administration, 
Housing and Urban . Development, U.S. Army, U.S.' Air Force, Public Service Commission of Canada, 
Government of Manitoba, State of Illinois, City of New York Police Department, and City of Fort 
-Collins, Colorado, Police Department. 



10. Campbell, J. P., Dunnette, M. D., Uwler/E. E., & Weick, K. E. Managerial behavior, performance, 
flrtJe/Zecfrpeness. New York: McGraw-Hill, 1970. ^ ' 

^ This large volume includes a lengthy chapter on clinical studies which examines the purposes 
and results of the assessment center concept, with descriptive emphasis on the America^ Telephone 
* and Telegraph Management Progress Study. The parts ofthis chapter which summari7,e and discuss 
needed research steps emphasize the necessity for assessment centers to be a product of Uiougjitful 
selection and combination of methods to gather and combine information on assessees. ^ 

H; r Campbell, J., & Bray, D. W. Assessment centers: An aid in management selection Personnel 
Administration, \967, 36(2), 6^13, ' *. • 

This article reports the results of a validation stu<i>r of assessment 'ccntier predictions. A 
difficulty with many follow-up studies of o{)erational assessment programs is that only those assessees 
who are highly rated are promoted into management. The present study contains ^o control groups 
for comparison purposes. 

{ Over 500; men from' four companies Were -studied. They fell into five groups: assessed as 
acceptable, assessed as questionable, assessed as not acceptable, not assessed but proniotetKaft«rthe 
assessment program began, and not assessed but promoted before the program began. Two kirtdsdf 

- criterion data were obtained. A performance level was developed using a combination of the latest 
formal company appraisal rating, a supervisor's rating, and a supervisor's ranking. The perfgrmance 
level was a dichotomous measure, indicating that the subjecf performed either above average or below 
average. Also, a potential level (high or low) was cr|jj^i^rom formal company appraisals, present 
level, and supervisor's ranking of potential for advancdtiant'A. . 

Results'indicated that, among thosfe later designated asifcbove average ^rformers, 68% came, 
frcrm those previously designated as acceptable, 65% from questionables, 46% not acceptables, 
63% from those not assessed postassessment promotion, ahd 55% from /those not assessed 
pre asse^ment promotion. Perceatages of high potential men in the groups using the same order are 
50%, 40%, 31%, 19%, and 28%. The assessment program appears better at selecting above av&rage 
perfoftTiers and is clearly superior in selecting , men with high' potential than the operational, 
nonassessment center, promotion system. 

12. Cohen, B. M., & Jaffee, C. L. Assessment centers aid government agencies (Personnel Hunt:). 
Government Executive ^\91 3, ^\\\\9'26. ^ ^ 

This article briefly describes governmental agencies' use of assessment x:enter programs. 
The Public Service Commission of Canada has begun a pilot effort in its Customs and Excise 
Department using carefully trained assessors. The attitudes of the assessors are to be researched as' 
. well as the success rate of the predictions. * ' 

The U.S. Forest Service has begun a center program to evaluate applicants in GS 13 and 14 
positions. A 6-month study has been completed revealing the dimensions important to the 
managem^t requirements for district rangers, and assessment exerpises aire being designed. 

The Internal Revenue Service has a program for first-line managers and is conducting a pilot 
program for middle management. Follow-up studies on the middie management project indicate the 
assessment center evaluations conelate si^ficantly wiUj^pb success as measured by supervisory 
"Jeyaluatipns. 

, ' The Federal Aviation Agency (FAA) u$es assessment centers fpr selecting executives usingjiigh 
level comply assessors as well as psychologists. In addition, the FAA uses centers for first-line air 
traffic supervisors as a developmental experiehce. ; 

The Tennessee Valley Authority has run an assessment program for first-line-sypervisors. 

The American Management Association has^created a packaged as^essment^center program used 
in the U.S. Postal Ser^ce, a state department ofVansportation,'four city government agencies, and 

■ > * 12 • 



twoschool systems. Advan-tages and disadvantages of a packaged program ar| briefly discussed. ' 

Dunnette, M. D. The assessm^/t of managerial talent, to F.> R. Wickert & D. E. McFarland (Eds.), 
Measuring executive pfectiveness. New York: Appleton-Century Crofts, 1974.- 

-This is a comprehens/e review and summary of the assessment centersince it was developed in 
modem form by Ameru?> Telephone and Telegraph. Thete is a wealth of quantitative data pn 
cessment center- valiJion, including the relatively "pure" studies by American Telephone and ^ 
Telegraph. 'TTte vali(#s are generaUy high, and the assessment" preidictions are useful to the 
organizations using rfiem (differentially with respect to rating reports, paper-and-pencil tests, etc.> 
Criterion contamination is not a factor in these high validities. . 

The sections on factor studies and internal analyses of assessment centers are of particular value 
to persomiel .researchers studying the criterion problem with respect to rating of persomiel 

performance ind potential. ' . 

< ' ■ • , ' • , . ' 

Finklp, R.'b., & Jones, W. S. Assessing corporate talent: A key to managerial. manpower planning. 
New Yark.Wiley-Interscience, 1970. ' . 

This is a book-length discussion of the general appUcation of the assessment center In a modern 
^^ation. The authors' experience is with the 3-day assessment center program of the Standard OH 
cil^any of Ohio, although specific information about this program is not ^ven. 
/ The -background, progrfm, administration, and appUcation of an assessment center are covered 
/in, a general manner. -MSlsection on the program includes the format and ^rious assessment 
procedures, and the section on administration deals with staffmg, facilities, and record teepmg. 
Apphcations covered include the general uses of manpower forecasting, manp^^er plapem^rjt, 
replacement planning,^ manpower inventorying, and development plamiing. Specific us<« such as 
feedback to the assessee, reducing forces fairly, and meeting individual needs are considered. 

Gihsburg, L. R., & Silverman, A. The leaders of tomorrow: Their identification and development. 
PersonnelJoumal, \912, 5^,662-666: - • 

The authors discuss the creation of what may weU be the first hospital personnelidentificatibn 
and development center which was modeled after executive assessment centers. The asiessrnent center 
program 'was selected because it provides equal opportunity for all assessees to display thfeir talents 
under similar (but relevant situations) and to be evaluated by unbiased assessors familiar with the 
position requirements and the institutional climatfc. 

Tlie design of the 1 -day center program is included with emphasis on an in-basket exercise and a 
leaderless group discussion. An evaluation of the center program was accompUshed by companng 
assessment cenfer scores (in-basket, leaderless group discussion, and inferview) of 37 administrative 
personnel with rating by superiors on four dimensions (\eadership, organizing, communicatmg, ana 
human relations). The highest correlatioris were in the area of .34 to .36. 

. Glaser,.R., Schwarz,' P. A., & Flanagan, J. C The contribution of 
performance procedures to the selection of supervisory personnel. Journal of Applied Psychology, 
1958,42, 69.73. . " ' 

This article presents the results of a study concerned with the construction and validation^f 
interview and situational performance procedures for the selection of supervisory persomiel. TTie 
unique contribution of such procedures is determined When the effects of\several predictor vanaWes 
are controlled. ♦ 

The subjects were 80 civilian supervisors from two.military depots. They were matched on a 
paper-and-pencil test of basic abilityiised as part of a supervisor selection battery and also on a test of 
• supervisory practices fronl the same battery. The criterion was a single index derived from a selection 



of statements descriptive of job behavior, a supervisor's rating, and a special d^^y-by-day record form 
kept over a 3-month period. * ' i > 

The. predictor data included two interviews and three situational tests; pane! intervie\y.(thre(j 
interviewers), individual interview (one interviewer), group discussion, rq!e-p!aying, and a small-job^, 
management -test. The biseiial correlations-representiilg the predictive power independent of the 
matching vanable^-are ,12, /13, J7,./16, and .^ ^ ^ ♦ j 

The author concludes that these tests' add a contribution to the predictive value of 
papcr-and-pfencil tests.. Also, the economical individual interview appears as effective as, a panel 
injterview. • r . • 1 

■y\ . , . _ . , * . . : , -i • . • 

5rant, D. L., & Bray, D. W. Contribution of the interview to assessment of management potential. 
Journal otAppliedl^ychohgy, 1969, 53, 24-34. - / " , . I. 

Data supporting th^lection intendew are riot, in general, substantial. Several researdiers have 
particularly quesdoned^'the consistency^* of materials ' covw^^ reliability y> the 

.unstructured ii^rvieW. The jiuthor investigates this" issue* using data from the Bell ; System' 
Management Progress Study assessment center. ' 

Interview reports on 34& subjects divided into a college and non-college sample were rated on 
18 trait variables (explained in the article) which were used in the assessment center program. These 
rating scores were correlated with the judgments of the assessment staff on 11 factors, with 
assessment staff predictions of advancement to jniddle riianagement within 10 years and with salary 
progress. * 

. Interview variables correlated highly for both college and nonpoUege samples (about .40 or 
above) with Various factors including personal impact-forcefulness, oral communication, energy, and 
'need' for advancement. «||i^36^ ccnrelAtions of in tervie^X? variables with «taff predictions of 
^advancement. 22 are stawBp sigMfieant/at^ the .05 level. Of the 36 correlations with salary 
progress, half are ^gniflcantaSne .05 level. 

It is concluded that thje assessment interview reports contribute to the assessment process. 

Grant, D. L, Katkovsky, W., & Bray, D. W. Contributions of projective techniques to assessment of 
management potential.7ownjfl/o/i4/?p//etf '/^ycto^ - v. 

A description of the assessment center used by the Bell System appears in Bray and Grant 
(1966). The projective techniques used were not analyzed in that article. This article was written to 
rectify that omi^abn. Scores on projective tests were compared with an overall assessment rat^g and 
with an external s^ry criterion. 

The subjects were 350 recruits to the Bell System who attended a 5?^-day assessment centej. 
During that issessmelit, each was measured on three projective tests, the Rotter Incomplete Sentences.- 
Blank, the Management Incomplete Sentences test, arid six cards from the Thematic Apperception 
Test. ■ ■ , 

The criterion used was salary progress, and the predictors were rdtmg? by two psychologists on, 
. 'personality variables such as optimism, adjustment, self-confidence, and achievement motivation. 
Scoring reliabiHties were mostly above .80. Achievement motivation aiiid leadership role correlated 
highest with staff predictions of overaU potential (.40 and .38 for non-coUege and .30 and .35 for 
.college). Also, these two vkrfables correlated highest with salary progress (.19 to .35), and dependence 
and subordinate role correlated the most negatively (-.20 to -.35) with salai^ progress. 

. The prcgective variables with the highest correlations with overaU staff predictions, while not . 
correlating as.highly as situational tests with staff predictions, did shpw about the same relationship .^ 
with these predictions ' as. mental ability measures and correlated higher >yith them than did 
personality questiormaires. " - ^ 



i9. Haidesty, D. L, & Jones,. W. S. Chaiacteristies of judged hi^ ^teuM management persomiel-The 
operatibns of an industrial assessment center. Personnel Psychology, 1968, 21, 85-98. 

This article describes an industrial assessment center program of a mqor.oO company. The 
purpose of this 3-day Uve-in assessment program was to appraise personal strength, developmental 
needs, and probable-attainment within the .company of hlgh-performlng young professlonab and 

. managerial personnd. Twjlve 'men were assessed at a time using personal history, paper^nd-pencQ 
teste, projective teste, individual and group situational exercises, sodometric measlues, and inter\^ew8. 
The primary staff was an industrial psychologbt, a cHirical psychologist, and three top-level managers. 
.The assessment center rMults were iritegrated over a 2-day l»riod f^^ 

. IndiwdimJs judged by the 'assessment center to have high potential Offered from the remainder 
of the group at the .01 level on the SCAT fbtal, SCAT Verbal, SCAT Quantitative, Doppelt Math^ 

' Reasoning, Davis Reading Compreiiension, Davis^Speed Scales, and the aasessmoitxofnmittee ratings 
on Motivation, Communication, Assertiveness, and Compatibffity. Thfty differed at the .05 levej on 
Human Relations, Physical Science, and Matii sections of the Michigan Vocabulary test. The high 
j>otentiid persons were also-better educated' than the remainder of the ^up. \ 

20 -Hetaie W. H, Waiemin, L P., & Graftpn, F. G. . flrmoisiom of leadership m a simukited contbat 
situation. Technical Research Repprt l 172. U.S. Army Behavior and Systems Research laboratory. 
My 1971. ' 

k A sample of 900 officers with 1 tc^. 2 years duty time were sent throu^ a 3-dsy assessment 

# > center program for measuiement on group exercises. The exercises -revolved around the role of 
nuhtary advisor tp a host nation. The first day's situational tpst involved peacetime preparedness, flie 
second dayTs test involved a headquarters analysis of tiie aflermatii of a surprise attack, and the tiiird 
day's test involved field leadership of evacuation an^ reconnaissance missions. 

More tiism 2,000 observations per man wert o&jato*a and analyzeA^ 
were developed of which the two most importkt wfeg> combat leadership and technical/mahagerijd 
leadership, fir tiie combat leader, tiie cognitive aspect 6f b<fhavior U shown in HiffMit he makes of his 
tactical skills and in tiie technical/managerial lekder, by his use of technical skills. The heavy 
non-cognitive element in combat leadership reste piimarOy on forcefidness in. command of men, on 
team leadership or personal resourcefulness, and oh persistence in accomplishing tiie misrion. In 
technical/manaffirial leadership, tiie noncognitive elemWt is evidenced in executive direction plus, as 
in combat leadership, persistence in mission accomplishment. 

21 Hchne W. R, WiUemin, L P.", & Grafton, F. CFredicti^of officer behavior in a simulated combat, 
situation. Reseiirch Report 1 182, AD-779 445. US. Army Research bistitiite for tiie Bdiavioral and 

' Social Sciences, March.19,74. 

Nine hundred AiiflSr officers received a Differential Officer Battery (DOB) consisting of 
paper-and-pencfl measures of intereste, attitudes, and knowledge of mlUtaiy tacticS, sciences, arts, and 
sports shortly after commissioning. One to two years later, they completed a S-day bat|ery of 
situational teste constructed to measure areas of miHtary leadership at an Officer Evaluatitm Center 
(OEC). This report pves the relationships between tiie DOB factors and the OEC factors, 
r Combat leadeisjiip (DOB) correlaled .36 witii Combat leadership (OEC). Two DOB variables, 

Saence and General Kadwledge, correlated aroiind .30 or higher witii each of tfie OEC variables of 
Tactics, Technical skills, and Tech-Managerial leadership. Mechanical technofegy (DOB) conelated 
40 virttii Technical skais (OEC). / ' , , 

If tiie OEC evaluation is accepted as a criterion, tiien results of tiie stiidy show tiiat it is possible 
to select new officers for assignment to combat or to technical-managerial areas according to tiieir 
potoitials on the Differential Officer Battery. 



22. HiDiicht, J; R. Comparison of ''Real Life** assessments of management potential with ^tuational 
exeidse8, paper-and*pcadl ability tests, and personality inventories. Joumdl of AppMedJrychobgy, 
1969,83,425432- ^ ^ 

As^Bstment center programs are typically expensive and time-consjuming processes. It must be 
determined (a) if assessment centen generate any benefit not normally arrived at by usual promotion 
analyses based on standard pencmnel records, (b) if the costly situational tests add anything beyond 
that o()tained by traditional paper-and-pendl tests, and (c) what, if any, redundancies exist between 
paper-and-pendl tests and situational exercises. * 

The author investigates these issues using data gathered on 47 college educated male employees 
engaged in marketing activities for a large techndogy-baaed organization. The assessment center 
^ program generated 22 paper-and-pendil test' scores and 12 trait-ratings based on three group and three 
individual ^tuational test|^. Jhe 12 trait-rating? are reduced to three ^activity, adininistration, and 
stress re^stance) by factor ^fialysis. Three criteria are' employed: salary, the overall assessment 
evaluation, and evaluatioif representative of thie normal promotional system. 

The assessment evaluations correlate .46 with the normal promotion evaluations, and both have 
about the same correlations with the situational tests, the paper-and-pendl tests', and salary. This 
indicates tiiat the assessment evaluation adds little to tiie normal promotion evalxiation. It also 
appean that the situational tests are significant components of the assessment program but the 
paper'^nd-pendl tests do not provide much incremental variance over the situational tests. 

2^. Huck, J. R. Assessment centers: A review of the external and internal validities. Personnel P&ydtology ^ 
1973,26,191-212. . 

This is a general review of the validity of assessment center programs. The foUowing is a list of 
the author's condusicms. «, « ' 

L Multiple assessment procedures have consistently been" related to a niunber of performance 
effectiveness measures* Future studies should investigate different aspects of behaviorally relevant 
multiple criteria to determine which can best be predicted by the assessnient process. 

' > 2. Procedures unique tcr the assessineiit center approach, essentiaQy the situational exerdses, 
. contribute a, substantial element to the prediction of managerial performance beyond that which is 
« found in the paper-and-pendl melasures alone. However multiple assessment procedures provide a- 
number of data sources, and th^ contribution of each to the assessment dimensions, the firial 
iissessnient ratings, and multipk cnterion measures shpidd%e fur^ 

3. The assessment process focuses on the behavioral demands of a manager's job. wide range \-' . 
of supervisory skills can be observed at m assessment center. Other relevant dimension;s of job 
performance should be identified and defined, and assessment techniques designed to measure them. 
Likewite, those variables and exerdses which can be eliminated from the assessment process^without , 

an adverse effect should be ldeotified^ ' 

4. The assessment process usually produces acceptable^/eliability. This results from the intensive 
ftaining provided to the assessment staffs in evaluating performance and from the standardization 
incorporated into multiple assessment procedures. 

5. Essentially, no^ differem:es exist between psychologists and trained ipanagers in the role of 
\ assessors. The psychologists can be n;iost efHciently utilized in the training of assessment staffs and in 
i research associated with the process. 

f 6. No differ'entild validity has been reported on subgroups of assessees or assessors with regard \ 
to siex, race, and job differences. ' ^ ^ . 

7. Future research should be designed.to systematically investigate the effects of the assessment 
process on (a) the assessefe-attitude, s6lf-esteem, motivation, career plarihing, (b)^-tlre staff / 
observers-training value of serving on th^ assessment staff, and (c) the organization -identification of . 

training needs, morale, hianpower plailning, organizational change, and development. 

■ * .*"'■■'. 
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24. Hiick. J. It, A Bray, D. W. Man^gemciit assessment center evaluations and subsequent job 
performance of White and Black females. /fefspfi/ie/ Psychology 1976, 29, 13-30. 

ftper-and-pencil tcstWg has come under heavy legahflJe because of tiie suspidpn that such tests 

may be TmfaJrlo minority groups and women. The assessment center has an advantage in that it bases 

• • judgement directly on observed behavioR^TWs article presents the ica^^^ 
study of White and Hack women. , • 

The primary sample was 01 White and 35 Black women who had beep promoted t^ one of tfie 
two management positions for which they were assessed A secondary sample wai of 241 White and 
238 TIack wcmien who were assessed but not prcmoted. The lasessment: staff rated die assess^ on 
16 variables (such as energy, forcefuhiessj^ritten cominunicatipn) and then gave an overall 
^assessment rating. : . ' , 

Comparisons of those promoted with those riot im)moted give average ratings on the 16 
variables of 3.3 and 3.0 for Whites oromoted and nai promoted; and 3.0 and 2.8 for Bbcks. Tbt 
* avejrage over-all assessment ratings for|promoted. versus not-pronroted are 3.4 to 2.8 for Whites ud < 
3.dto 2.4 for Hacks. ' 

Criteria for the p^fnary sample included a job performance score based on supervisor's ratings 
' and ranking and a potential for advancement based on supervisorli ratings obtained after a period of 
at least 1 year. For White women, the assessment rating correlated .41 on perfonnanpe and .59 on 
potential. For Hack wcrnien, the assessment rating correlated 35 on performance and ^54 on rated 
potential. There b no significant difference between Whites and 

^ ^ It is concluded that the assessment center method appears tabe very beneficial in that it gives, 

ij an unbiased way, an opportunity to those individuals vrt^o are most capable. 

25. Jaffee, C. L Managerial assessment: Professional or managehfl prerogative? Personnel Journal, 1966, 
i' 3,162-163. 

Based on his experience with the Bell System, tiie author provide? general arguments for the use 
ofsuccessful management persbimel over psychologbts as assessors of managerial skilL ^ 

Differences between education and clinical testing (the typical dorfain of paydidogbts) and 
industrial assignment are discussed. Advantages of using management pexsoraiel over p8y<*t4oglsts for 
industrial as^gnment indtde better acceptance by the 'assessees, the assessor training furthers the 
personal development of the manager, and better assignment may occur. , 

, 41" 26^ Kelly, E L The place of situation tests in evaluating clinical psychdoglsts. i^rwnwe/ 
i9,54, 7. 484-492. 

This report investigates the validity of a batteiy of situational tests included in the week4ong 
Veterans Administration assessment program designed to evaluate aptitude of graduate students for 
careersln clinic^ psychology. 

Two kin^ of validity were examined, the incremental validity of the situational tests for a team 
of judges who had already intensively studied the subjects by way of credential files, objective tests, 
projective tests, an autobiography, and interviews (contaminated) and the independent validity of 
situational tests for a team of three judges wifli no other knowledge of the candidates 
(uncontaminated). 

Rating were made on 12 predictive variables by each sei of judges, the contaminated, and the 
uncontaminated* Criterion variables were obtained after a 4-year period. Some of the predicted 
: variables and some criterion measures were obtained by uae of situation testa which w«w really 
miniature lifelike woric samples. Criterion measures included ratings on academic performance, 
' diagnosing, researching, and supervising and objective test scores on clinical abilityt 
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. information obtained before the situation tests were given^and J4 when tne 

induded with the other information. . a vifu, nf 

The author condudes that the use of situation tests in the project is not justified vrew of 
their Zi^^L ^t^^^ validity and their essentially nonexistent incremental vahd.ty. 

17 Kraut. A.' I. A hard l«>k at managJment assessment centers and their future. Fenonnel^ Journal, 
recurring criticia* leveled against iissessment centers. 

judgements to be in the range of .70 to,.8d. > i. 

Tt. i f fh. ^<^nt ^center program relative to existing prcJmotion systems is 

not impact unfavorably in any of these areas, r.... . 
■7R Kraut A. L New frontiers for assessment centers. Per»nne/, 1976,, 53(4), 30-38. 

1- , jiAiia The Amedcan Teleplume mil Telegraph 

Tie -^lidlty of »»»me«t """P* J^fS.™ STdlaS A.ch M m^ff mmt did 

city of Omaha was upheld in its use of the method. - , „,^. 

application of assessment centers> are ftt^V^ 

JCraut, A. f.,.^'fett, 0.?^ ofl -P^^^^ program. W./ 

. ^4PP _ „3«dity rfa2V4-day assessment center program run by Intem^^^ 

Business Machine Corporation, me assewmcm written narrative, goes to a 

' /overan rating of management potential Mf^"«!*^X ' °?sw^^^^ 




achieved first-level management and^^^asse^^4^having higher potential, 30% ha j made UThij^er. 
Of those who achieved first-level management and were assessed as having no hi^er potential, only ' 
^^10% had made it high^. Demotions were reported for sales only. About 20% of those assessed as » 
having no higher than first-line management potential were demoted, but only 9% of those assessed as ^ 
having greater than first-level management were demoted. 

30. MacKinnon, D. W. A study to devise methods for assessing Air Force officers for command and staff 
leadership. Project No. 7730, Contract #AF I8(600):8. Institute of, Personality Assessment and 

i' - Research, University of Cdifomia, Bericeley 1958. 

This report, is a summary of the Air Force assessment project of^e 1950s. ItHlklcluc^ -a 
descnption. wtLchronology of the major phases of Ai€ wodc: planning and development, living-in 
assessment, o^a/treatmenU^and reporting phases. Ahalys^ that followed completion of the original ^ 
631 variable mtercoirelation matrix feU into, rou^ily, five categories: personaHty^dynainics, data ^ % 
reduction, assessment methodology,', criterion prediction, and specific researches.* This report' 
, * . condudes with asumrnary of titles'of 39*reportsiierived from this as^ssmeh 

^ . ' ■' • ■ - > ' ■ ' ' . ' '■ ■ ■ '■ ■ ' '■■ 

31. MacKinnon, D. W. The * identiflfation and development of creative personnel./ i'monne/ 
yli/mmwrrflTion, 1968, 31(1), 8-17. ^ ^ 

' ^ Thi^ardcle illustrates an applioition of ^assessment center programs to the study of a general 
personality variable. For severid years, the Institute of Personality Assessment and Research at 
Berkeley has conducttt^Jresearch on the problem of identifying and developing aeativity. 

The author feelsA that the assessment/* center program permits the Jughly varied, 
g - multi-dimensional observational and testing procedures necessary to study creativity. Poets, novelists, 

essayists, engineet research scientists, inventors, mathematicians, and architects have been tested in 
^ the center. . ' * , ^ ' ' • ; 

' ^ " The article presents some of the more salient characteristics of all the creative groups studied. 
" . Rjp^tionships of creativity to intelligence, originality, individualism, and intuition are among the 
topics cove re*d- . ^ 

32 A. MacKinnon, D. W., ^rutchfield, JL S., Barron. F., Block, J., Gough, R G., & Harris, R. E. (This 

five-part series is filed under MacKinnon's name for reasons of clarity in presentation to the reader . 
and appropriate credit to D. W. Uid^non) An assessment study of Air Force officers. Part I: 
, Design of the study and description of the. variables. WADG-TR-58-9l(l)^AD-151 040. Pera^el • . 
Laboratory, Wright Air Development Center, Lackland AFB,TX: April 1958. ^ ^ 

This is the first part of a five-part report co^?ing air extensive psycholo^cal asscssmenJLfOf a 
group of Air Force captains selected from the population of captains within Air Training Command \ 
who were efiigible for promotion. The 343 captains participating in the field-testing phase of ire 
assessment were given 27 paper-and-pencU tests.-'^From the field-testiiig sample, 100 officers were 
assigned in groups of 10 to a 3-day living-in phase of the assessment. During.this period,*' they entered 
into some 50 assessment procedures, and a staff of psychologists rated each officer olfi a wide variety 
of personality variablfes considered relevant for effectiveness in senior command and staff 
assignments. As part of the evaluation of the assessment data, effectiveness measures were obtained as 
criteria from Officer Effectivenesss. Reports, promotion board ratings, and superiors' ratings. A total 
of 648 variables were derived from the data collected. This report presents the overa^ design of the 
assessment study and defines each of.648 variables. , / . 

Norms are listed* in an appendix. The report is considered a basic reference decuttleht for u>e 
with the other four parts of the technical.report. » ^ « * ' - 
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32B. Pan II: Description of the assessed sample! Gough. H. G., & Krauss.,1. \YAIX>.TR-58-91(II). AD-20S. 
700. September 1958. . < 

r This is the second part of a five-part report covering an extensivfe psychdogical assessment of a 
. group of Air Force captains. It presents sociological and psychological descriptions of the sample of 
' ' 343 cap^s partidpafing in the field-testing phase of the assessment. The typical member may be 
characterized ak being a Reserve officer who entered the service during World War II as an enUsted ^ 
man an4 who received his commission tHtoigh flyingschod. «e is eligible for promotion to the grade 
of major. He is married and desires an a5 Forc4 career. His intelligence is above the mean for the 
general adult population but below the level defjped by Terman and others as supenor. His personal 
adjustment and psychiatric stabiUty are judged to be exceUpnt. In socialtechniqtie. he is charactenzed 
by facton of leadership and dominance, capacity for s.tatus, and achievement motivation- Tests of 
• social acuity aad social insight plac< hifn in an average rank among groups of equivalent education or' 
occupational itatus. His vocational inte^est^rofile is basically a "military officer" profile simUar to 
the pattern obaervBd in other studies of military officers. 

32C Put Ol: Av^ment coaebtes of criteria of officer effecmeness. Barron, p:. Block, J , MacKinnon, 
D. W., A Woodwortb, IT G. WADC-TR-58-91(II0l AE^210 2 

iUl ia the third part of a five-part repprt .covering an extensive psycholojcal assessment fef a 
group <rf Air Force captains! Criterion data were gathered from Promotion Board Ratings, Officer' 
Ef^cttvBiieai Reports, supcriof officers' ratings, and from structured interviews with the officers: 
s , Owilap in atteria was reduced by factor analysis. 

-Hie assessment data being reported in this part «^ere derived from 600 variables judged as 
potentiaUy relevant to criterion prediction. The research finding of differential predictability.for the 
aev«ral criteria was presumed by the authors to be an open research question concemed with 
organJzatioaal structure. 

37D.Part IV: PredictabiBty of a composite criterion of officer effectiveness. Goupi, )i. G. 
WAPC-TR-58^1(IV), AD-210 219. December 1958. 

. TUs is the fourth voluifie of a five-part report of a project to devdop methods for identifying 
. . Air Force officer* with high potenfaklfor effective military leadership. Its purpose is to reduce data 
for 11 criteria to a practical composite criterion and to organize data concerning 631 test and* 
' assessment varisbles for prediction of the composite criterion. Evaluation of the cntena ltd to 
■ - selection of three for combination in a Criterion Index: From correlations of the predictor vanables 
': with this criterion, 41- were identified that maintained significant relationships. By cluster analysis, 
' these were redjided to hpmogeneous composite predictors that could be defined as psychological 
dimensions of officer effectiveness. By item analysis, Usts of adjectives differentiating high-sconng 
from low^coring officers on the Criterion Index were made and extensive personality questionnaire 
data were reduced to two brief scales.keyed to predict the Criterion Index. The results identify both 
the group-testing instruments and individual assessment devices that hold promise for identification, 
eady in an officer's career, of those capable of becoming outstanding coihmanders. 

w 

32E. Art V': Sumnu^ and applications. MacKinnon, D. W. WADC-TR-58-9I(V), AD-210 220. December 
1958. 

This is the fmal volume of a five-part report of a project to develop methods for identifying Air 
Force officers with high potential for effective military 'leadership. It summarizes significant 
reUtionships between predictpr and criterion variables. Inferences from these relationships provide a 
comparative evaluation pf the criteria of officer effectiveness and lead to se^ction from the 
experimental devices of instruments proposed for inclusion in a Program °f officer assessm^^^^^ 
twenty additional pubUshed reports based on the study are Usted at the end of this fifth and fin#l 
'report. . 
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lartin, A. H. Examination of applicants for commissioned rank. Appendix from German 
sychological Warfare by L Farago & L. F. Gitler. New York: Commission for National Morale, 
.1942. ^ • 

The examination of Gcrmati officer applicants was conducted from a synthetic rather than ^ 
analytical apprbach. It was coAidered essential to select those who possessed highly developed 
character traits of a kind not easily measured by pajjer-and-pencil tests or interviews: 

The psychological examination of applicants -for commission required 2, days with -an ; 
intcrveriing free day. Tlfe series of tests included' pencil -an d-paper intelligence tests and similar tests of 
technical aptitudes, Poem paraphrasing and selection .of the most favored reprpductions of various 
pictures of the "Medical Print" type were included at this sitting. There were some performance tests 
of intelligence combined with technical aptitude and some manual dexterity tests /^H^ re was a 
battery of military work sample tfests. There were **action" tests of ingenuity and persistenqA 

. The Germans did a follow-up of each cap^iSate!" After 3, 6, and 12 mohtl/s traiitmg, the 
training-staff personnd recorded their opinions about each individual officer applicant -wjjo had 
. passed tkrou^ their hands. Follow-up opinions were found to differ frojn earlier opinions in only 2% 
of the cases. It was therefore concluded that preliminary examination was 98% effectiv^in selecting 
suitable candidates for officer training. - ■ " ' ^ * • ' . 

McConnell, J,.R The assessment center in the smaller company. Personnel, 1969, 46(2), 4046.^ 

This article describes the development of a 1-day assessment center program for use by a small 
Company. The expense and complexity of a 3- to 5 -day evaluation, appear prohibitive for all but the 
larger corporations. • 

The assessees axe evaluated on 16 trails (including intellectual ability, oral and written 
communication, leadership, creatiyeness, organization, and initiative) by six in-house assessors who 
have completes special training. The assessees include all newly hired college gradates, volunteers 
below the management level, and recommended non-management employees. One month after the 
session, a counseling interview is held with each assessee. The endproduct is a final report containing 
a written evaluation, a description of the interview, and a set of recommendations. This final report, 
goes to the ^ei^onnel department and immediate supervisors. ^ 
An evaluation is to be completed after several years have passed. * , y 

McConnell, J. H. The assessm^t center: A flexible program for supervisors. Personnel, 1971, 48(5), 
35^0. , ' 

Typically, assessment centers require several days of assesse^eVtiine, a great deal of professional 
skill to c^evelop and administer the program, and training time for the managers who will act as 
assessors. The related costs are often prohibitive for smaller companies. 

The author describes a standardized 1-day assessment center program developed by the 
American Management AssodatiOn's Multimedia Department which can be conducted by an 
organization's own personnel and which is flexible enough for use by organizations of all size^. 

The traits assessed and the evaluative components are given. Assessor training requiring about 
24 hours of time is described. _ 

The program hai been tested, and the>author states that comparison of program evaluations 
with on-the-job evaluation? showed the pro-am was a significant means of judpng supervisory 
performance. Assessments^vWere ma'de^'by two groups of assessors for the same assessees at 4- to 
8-week intervals. The aiitiior stat^s^that the findings confirmed the reliability of the program 
evaluations. • ' -;s. ' 



36. McCoohelL J. H.; & Parker, T, C. An assessment center program for multi-organizational use. Training 
and Devehpment Journal, 1972, iS^^ . 

' T)m article desi^nbes the development of a 1-day assessment center package intended for use in 

a variety of organizations. It was designed for the American Management Association and is meant to 
identify fifsMevel supervisory management and to provide developmental rep^orts'on management 

^ abilities. ' ' / , , 

The package was tested on a multibrancH' New York City bank, a defense eiectronjps 
manufacturer, a paper inanufacturer, and an auto nrianufacturer. 

. A predictor of (jyerall mana^ment ability correlated .57 with '*^ctual job'^rformance ratings 
obtained from th^ organization." Also, ihou^ numbers were small, there was indicatioa that the 
AMA program did not operate d'ifererltly for minority or female participants than it did for males 



and m^ority members. 
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37. Mitchel, J. O. Assessment center validity:. A longitudinal study. Journal of Appked Psychology, 1975, 
60,573-579. . - 

^ The major purpose of the study was to examine predictive validity of an assessment center at 
1-, 3-, and 5-year intervals after assessment. A secondary purpose was to compare the predictability of 
the overall assessor /ating with that of multiple correladoiis of a battery of predictors. 

The subjects were managers attending The Standard CHI Company's assessment center program: 
95 men in the^l-,'3-, and 5-year sample, 84 men in the. 1-and 3-year sample; and 75 in the 1-year only 
sample. Predictors are a potential rating and several personality variables such as oral communication, 
impact, origijrality, ment^ ability, and origanizatjon with ratings done by peers and by assessors. 
Criterion is salary growth. ^ 

Peer ratings of potential correlated .25, .30, and .36 with the criterion for the men in the 1 v^-, 
and 5-year sample. Assessor ratings of potential were similar: .22, .28, and .32. For the men in tne 1- 
and 3-ycar sample, correlations of predicted potential with criterion were .09 and .28 forfpeer ratings 
and .10 and .22 for assessor ratings. Similar growth occurred for the personality Variables individually. 
Impact was the highest correlating individual variable on the 1-, 3-, and 5-year group, this was 
^ somewhat better than the overall potential rating for this group. ^ 

38. Olmstead, J. A.,. Qeary, F. K., Lackey, L A., & Salter, J. A. Development of leadership in assessment 
simulations. Technical Paper 257, AD-772 990. U.S. Army Research Institute for the behavioral and 
Social Sciences, October 1974. 

^This article reports on the development of assessment exercises for use in U.S. Armjj leadership 
assessment centers. Assessment procedures were developed for the assessiiient of three levels of 
persormeL Materials and procedures for training staff personnel were also developed. 

It w^ concluded that organizational exercises uniquely contribute to the assessment cenj 
program. 

39. OSS Assessment, Staff. Assessment of men. New York: Rinehart, 1948. 

This book is the account of the assessment of Office of Strategic Services male and female 
recruits by a staff of psychologists and psychiatrists. This was the first assessment center in the 
United States and was patterned on the British War Officer Selection Board centers and their German 
coiinterparts. This volume* illustrates the considerations for setting up a large assessment center under 
emer^ncy wartime conditions at a time when such centers were not the sort of "Standardized** 
affain Which they frequently arc today. 

' It is concluded that since no statistical evaluations of the performances of the assessed exist 
from the various theaters of war, there is ho* assurance that the findings of the assessment staffs 
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justified the costs Involved However, the authon bcHevc that the psychdogiits aod psydiiatrists of 
the assessment staff <ver^ virtually unanimous in weeing that the OSS prografn of examination and 
diaghosis was better than any with which tbey had previously been familiar. 

40. Reeve, E G. Validation of selection boards, Lond(3i : Academic Press, 197 1 . ^ 

This book contains an in-depth statistical treatment of the British War Officer Selection Boards 
which were set up in 1942. The purpose 9f these Ijpards was the use of a^4Klay assosment center 
program to find personnel to meet the greatly expanded needs of the British Armed Service! for 
officers during the then-extant world confKct. It is of interest primarily for the insists which il 
offers ii\Ja the problems of validity encountered in the very early history of assesimcnl centers such 
as reliability of predictor and critMon ratings and restriction of variance when the predictor is used as 
an operational sueen. ' . ^ 

41. Sakoda,J. NL Fador analyses of OSS situationaktcsts. Journal of-Abnormd.md Social ffychology. . 
1952,47,843.852!j 

The Office yi Strategic Services conducted one of the eariiest assessment centers. Among other 
data, the assessdn gathered ratings on ten major traits*in an average of six different situations per 
trait. The author factor analyzed tables of correlations of tiie four traits which were rated in the 
^ latest number of different stuations. These traits were effective intelligence, social relations, energy 
and initiative, and leaderships , 

The factor analysis revealed at least two different general kinds of situations wtffch affect the 
rating of traits. These are verbal situations (debate, discussion, written sketches, vocabulary) and 
active situations {}0\i\ily cs^rry a log over a brook, lead men throu^ a mine field, build 'a wood^ 
structure). V " 

Further, a factor analysis of the ten traits showed most of the common factor variance can be 
accounted for by three general traits-intelfigence, social adjustment, and physical energy. 

42. Slevin, D. P The assessment center: Breakthrough in management appraisal and development 
/Vwwie/ /owmo/, 1972, 51, 255-261. 

This is a general information article discussing the value ot assessment centen in achieving^ 
broad, in-depth evaluation over several dimensions during a period extending (Jver more than 1 day. 

. , A typical center is described as a process through which a small number of assessees are 
' intensively observed by a number of trained assessors. A 5-day example schedule is provided, and 
"typical assessment dimensions are listed. The end product /saescribed as a report for management, as 
well as optional counseling for the assessee. \/ , . 

The author estimates costs in the area of $500 per as^ee and considers this cost to be a 
bargain since it is cheap compared with top-level appraisals by outside consultants who usually do not 
include assessee counseling. The author also states that as a technique of managerial 'selection, the 
assessment center technique is as effective or moreso than any other currently in use. 

43. Stem, G. Stein, M.^l., & Bloom, B. S. Methods in personality assessment. Glencoc, IL: Free Press, 
^ 1956. ■ 

The introduction contains a history of assessment centers and their methoddogical 
development from their origins to the point represented by this volume. The purpose of the book is 
to clarify four major methodologies of assessment, the analytical, empirical, synthetic, and 
j con figuration al approaches. 

Of these approaches, the most fundamental and the most basic to the establishment of an 
assessment center program is the analytic design. It involves several stages. It begins with a tliprou^ 
^ situational analysis based upon the observations of the assessment staff aided by the faculty, or 
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significant jDthen, from which the functional rot^ are clarified. A criterion' is derived from this ' 
material by translating the functional roles into descriptive personality models of effective 
performers. Ihis is followed by a selection of tests on the basis of which the personalities of the 
indixiduab to be assessed are diagnosed. Fmally, assessment staff conferences are held-in which data 
from the analyses of environment and individuals are integrated and predicticms^ade. ^ 

Taft;R. Multiple tnethods of personality assessment. Psychological Bulletin, 1959,!56, 333-352. 

I^rsonality assessment center procedures are analyzed with respect to their purpose and 
prediction strategy. The problem of simultaneous validation of tests and their use as selection d^ces 
or as personality measures for research are discussed in terms of concurrent and construct validity. It 
is pointed out that an assessment center program vA\ose primary purpose is selection can contribute 
.to personality research through construct yaiidation. Three prediction strategies are detailed, naive 
empirical (inclusion of a lest is determined by its predictive validity), global (the assessor relies on 
intuition), and analytic^the traits measured must be valid for the criterion and the assessment center 
techniques miist validly measure these traits). 

The author examines the roles of 9bje^tivity (statistical) and subjectivity (clinical) in the final ' 
predictive phase of an assessment program and concludes that techniques useful to an assessment 
center will include a mixture of both, but that, in general, objective methods are to be preferred. A 
review of the value of multiple tests on clinical evaluation gives several studies supporting the position 
that more than two or three pieces of data are likely to be of little value to a clinician while several 
studies indicate increased validity with increased data. The author suspends judgement. On the issue 
of muhiple assessors, the author concludes that^t the observational level several observers would be, 
more accurate than one, at the interview level quite possibly one person may be as effective as sever 
and at the interpretation stage pooled predictions are more accurate than llWHdual predictions. 




45. Thomson, H. A. Comparison of predictor and criterion judgments of managerial performance 
the multitrait-multimethod di^^xozch. Journal of AppUed Psychology, 1970, 54, 496-502. - 

The multitrait-multimethod matrix, .technique was used to examine the predictive validity of 
ratings of management potential derived from a 3-day industrial assessment center. The subjects were 
71 professional, technical, and lower level management personnel, and the assessors were psychologists 
and managers. Criterion ratings consisted of ratings by supervisors on the same 1 3 dimensions used in 
the assessment qenter. ^ - 

The median reliability of the supervisors' ratings was .52iX)mpared with median reliabilities of 
.85 and .89 for the psychologistsVand managers' ratings. The psychologists' and managers' ratings had 
median correlations of Al and .38, respectively, with the supervisors' ratings. The psychologists' 
ratings correlated .85 with the managers rating^. The use of the multitrait-multimethod approach 
permitted an analysis of sources of invalidity in the criterion ratings. The supervisors utilized a more 
restricted range of scale values than did the psychologists and nianagers in the assessment center. 
Also, the supervisors failed to differentiate the various dimensions. 

46. Uhlaner, J. E., Zeidner, Jr, & Dusek, E. R. Research themes and technological base program in 
behavioral and social sciences for the US Army, Department of the Army, US Army Research 
Institute for the Behavioral and Social Sciences, 1975. 

This report describes the Technological Base program of the US Army Research Institute for 
the Behavioral and &)cial Sciences^ including descriptions of Research Themes supporting this 
program. (The Technological Base program b that part of the total research and development 
program dealin g jyith ^ien tific theory, principles, knowledge, or rnethod intended^o advance the 
state-of-the-art iMlHpiy sciences and their subsequent application. Research Themes are defined as 
suggested zxt^^J»r^:^c research required for the resolution of criticd Army problen^s where 
progress has been inhibited by a lack pf understanding of basic fundamentals or a scarcity of basic 
. data.) , 
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This descripttvc report is oiganized by ^rk-unit area- The sectiqns on Perfonnince-based 
LeaAnhip Development Ptoccsscs and Leadeiship Training Program Evaluation should bo of faiterest 
to^oso engaged in assessment r^arch. Among tiie projected outputs of the perfoimarice*ased 
leadcrAlp . development ^oric-unit are guidelines, for creating group situational exercises for 
assessioent and development of leadership skills and developma\t of a prototype instructional 
procedure to train evaluatois to assess the situational exercises. The leadership training work-unit 
griw out of the Army research on assessnient centers. Thctifficers who participated in the assessment 
center felt they had received a great deal of helpful .training. Aii output of this work-unit is to be an* 
integrated system of leadership training involving assessipent^»'c6imseling» and career motivation. 

* '. . 

47. Veaudry» W. P., & Campbell, J. C Assessment c^nters-A new loSk at leattership evaluation. i4miy 
Magazine, March 1974. 

Mtiiin thfe Department of the Army, continued inflation of enlisted and officer evaluaticm 
reports hampers assessment of individual abilities and potential. An assewhicnt center program is 
being investigated as a means of providing unbiased^(and uiiinflated) evaluatioris, as well to 
individual career development. 

After preEminaiy tests of the technique on B^sdion Commanders and Brigadier General 
designees, a pilot project was set up. Individual and group situational exercises, interviews, and 
standard papcr-and-pendl * tests were indudcd in a 3-day assessment. Junior offlccis, officer 
candidates, sergeants, and ROTC students liave been tested. ^ 

While conduaons on the effect of the assessment center on selection await a follow-up sWdy , it 
does appear that participation in the aSesaneHt center program provides excellent 
perforniance-<)riented leadership traiiiing. 

48. "Wollowkk, H. B., 4 McNamara, W. J. Relatiopship of the components of an assessment center to 
management success. Journal of Applied Psychology, 1969, 53, 348-352. 

The purpose of this study was to determine the Validity of an assessment center approach in 
predicting management potential and to determine the relative value b^the components of the 
program. ' 

The subjects were 94 meh from lower and nliddlc management positions, of a large electronics 
firm who undertook the 2-day program of an assessment center. Components of the assessment 
program were written tests (six), situational exercises (three group and three ^individual), and 
characteristics (12, induding self-confidence, written c^^ 

Asv qverall rating was also assigiied to each participant by the staff. A criterion variable scow b'ased on^ 
managerial responsibility was created with 12 steps. Each participant was measured on the criterion at 
the time of assessment and again after 3 years. 

The overall rating correlated at .37 with the change in the position-level criterion (significant att 
.01 level). Tests, exercises, and characteristics correlated higher (.45, .39, and .41, irespectively), 
pairwise conibiiations are higher (.54 fo^ tests and exerdses, .52 for characteristics and exercises, and 
.55 for characteristics ^ tests), and all tiirce together gave a correlation, of .6^;wifli the criterion. 

Several conclusions are drawn. All three -'measures contribute ipatenally to; the validly. 
Inclusion of the elements unique to the assessme|itWten(rituational exerdses apd cliarac^ 
nearly doubles the criterion variance apcoimtedibr by tests alone. Rnally, the statistical ounbiiiation 
of tests, exercises^ and characteristics givirig a multiple correlation , of .62 is a, much better prcdibtor 
than the assessment staffers' overall rating ^di gives only .37. 
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